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Developments at a Glance

Belgium

Germany

France

Greece

Ireland

Italy

Netherlands

Portugal

Spain

United
Kingdom

The national collective agreement for 1993 /94 reaffirms the desire of the social partners to cooperate on the
basis of free collective bargaining. Specific measures include: an increase in contribution rates to the labour
market support fund; the introduction of part-time early retirement and a limited right to leave from work;
a rise in unemployment-insurance contributions; specification of the regulations governing short-time
working and time off for training purposes; and flexibilisation of working time.

The 10th Amendment to the Labour Promotion Act provides for a reduction in the financial burden on the
Federal Labour Office through the assumption of certain cost items by central government, and the
introduction of restrictions on, for instance, the conditions under which support for job-creation measures
is provided, on further training and retraining measures and the job familiarisation allowance. An
additional policy instrument has also been introduced in the new Lander.

Three new professional grades are to be created to help ANPE accomplish its tasks.

A study of the “Programme 900 000" for the long-term unemployed shows that during the time in which
the Programme was in operation more long-term unemployed left the register than during the same period
of the previous year, and that the average duration of long-term unemployment has fallen. For 1993 a
number of additional measures are planned in support of the long-term unemployed, offering orientation
with career planning and helping with job search.

The autonomous financing of the trade unions, a principle guaranteed by a law passed in 1990, has
increasingly run into difficulty. These problems are now to be overcome by a new law which provides for
the tripartite financing of certain cost items by the “Workers” Fund”.

The new government is currently reorganising ministerial structures. Three new ministries are being
created to replace the former Ministries of Labour and of Trade and Industry.

A labour market fund is to finance wage-cost subsidies, further training measures and advisory services for
the unemployed and those threatened by redundancy (from 1993 to 1995). The placement system is also to
be made more flexible. Labour market entry is to be made easier by a cut in the employer’s social
contributions and lower initial wages. For the first time, Italy’s state monopoly on job placement is being
relaxed.

One year after the introduction of self-administration for the labour market authority, a study shows that
the new system met 90% of its planning target for placements. Cooperation between the labour market
administration, sectoral organisations, firms and other organisations has also been intensified.

Young people up to the age of 21 and school-leavers up to the age of 22 after 6 months of unemployment
now have a guarantee of employment.

The approval of the labour market authorities is now also required for placement in fixed-term jobs in the
arts and entertainment sector and in professional sport.

Participation in vocational training leads to a more balanced workforce structure in the firms providing
training, to higher productivity, greater motivation and better adaptability to new technologies.

Two agreements have been reached with the aim of transforming Spain’s system of vocational training: the
state is from now on to play a merely subsidiary role within a decentralised system run by the social
partners.

Two important employment and training programmes (Employment Training and Employment Action)
run by the Department of Employment are to be subsumed under one programme (Training for Work). The
Training and Enterprise Councils’ scope for action is to be broadened and a number of measures have been
introduced to improve placement and careers advice.

A Trade Union Reform and Employment Rights Bill will broaden individual rights.

The employment opportunities of disabled people are to be improved by means of the “disability symbol
initiative” based on voluntary participation by firms.
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Foreword

It is a little more than ten years now since the Commission, following an agreement between the directors-general of
employment in the Member States, set up the MISEP network to facilitate the exchange of information on employment
policies within the Community.

Since then, the establishment of the Single Market, the negotiations on the forthcoming accession of new members
to the Community, the creation of the European Economic Area and the transformations in Central and Eastern Europe
have all meant that the need for information has both grown and become more diverse.

In order to meet this new demand more effectively, the Commission will, through the MISEP secretariat:

1. collate and publish regularly the network’s database in order to provide up-to-date-information on employment
policies in the Community;

2. ensure the broad dissemination of the evaluatory and comparative studies published by the network’s evaluation
team;

3. organise, in cooperation with national administrations, MISEP correspondents’ meetings in the country holding the
Community Presidency to make better known the services offered by the network;

4. conduct seminars for national officials, to ensure greater cooperation and facilitate the exchange of experiences,
together with other, ad hoc activities in this area.

In line with these efforts to modernise the MISEP network — which are also reflected in the decision to change the
secretariat — is the new structure given to the MISEP “Policies” bulletin. The first part of the quarterly bulletin, which
presents new policy measures and is compiled by the network of national correspondents, is now supplemented by a
second section consisting of evaluative and comparative studies, descriptions of recent trends in employment policies
in the Community and statistical data.

Commission of the European Communities

4 inforMISEP  no. 41 / Spring 1993
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Overall Developments

Belgium

National Collective
Agreement 1993-1994

On 9 December 1992 the social part-
ners signed a national collective
agreement (accord interprofessionnel),
which is to provide the basis for col-
lective bargaining atbranchlevel. Itis
the result of a compromise which
takes account of the demands made
by both the unions and employers’
representatives. In addition, a num-
ber of points, raised by the unions
and employers together, have been
formulated in the form of a joint rec-
ommendation to the government.
The following report presents the
most important provisions of this
agreement and comments on its prin-
cipal characteristics.

Free collective bargaining and
competitive position

The partners to collective bargaining
are conscious of the need to safe-
guard competitiveness in order to
ensure economic development and
employment. Equally, they insist on
the principle of free collective bar-
gaining at all levels. The representa-
tives of employers and workers attest
the Belgian economy a pronounced
competitive weakness, and believe
that attention needs be paid to:

— recent exchange-rate movements;

— the impact on the economy of the
decisions taken by the government
with the aim of consolidating pub-
lic finances;

— the recent downwards revision of
growth perspectives by the OECD;

— the discussions concerning social
policy currently under way in a
number of Belgium'’s leading com-
petitors.

The signatories to the agreement ex-
pressly urge workers and employers
at all levels of negotiation to pay due
attention to the impact of wage costs

UBRARIES

MAY G 5 1993

on competitiveness and the labouﬁRMLspDEBMMEH?ly retirement in line

market. The government is also
called on to accord priority to its ef-
forts to raise competitiveness and
promote employment.

Employment

In 1993 and 1994 firms will provide
0.25% and 0.30% respectively of gross
wages in support of labour market
policies. The resources will be distrib-
uted as follows:

(a) 0.10% in both years to finance “ac-
companying” measures for the
unemployed (plan d’accompagne-
ment pour chdmeurs, cf. iMi 40);

(b) in 1994 0.05% to finance child-care
initiatives;

(c) 0.15% in both years, to be utilised
in ways determined in branch-
level or plant-level collective
agreements according to formu-
lae which take account of sectoral
or enterprise conditions.

Special attention is to be given to the
integration of individuals from risk-
groups (cf. iMi 32 and 37) and job-
seekers participating in the pro-
gramme of accompanying measures
for the unemployed.

Firms not making a contribution of
0.15% of the payroll, as in point (c),
must pay a corresponding amount
into an employment fund (Fonds pour
I'emploi).

The agreement calls on the govern-
ment to:

— revoke the obligation to provide
training places (BIR, Belgium, IV .2)
in sectors and firms making efforts
to integrate risk groups and in
those which participate in the pro-
gramme of accompanying meas-
ures for the unemployed;

- intensify positive action for

women.

With regard to part-time early retire-
ment the social partners reaffirm
their intention to:

— elaborate a framework for the in-
troduction of an “employment sys-
tem at the end of working life”

with the full-time early retirement
provisions) in the form of a collec-
tive agreement at the level of the
National Council of Labour (Con-
seil National du Travail). This frame-
work is to be fleshed out with col-
lective agreements at sectoral and
plant level.

— deal, within the framework of
these discussions, with the prob-
lems of workers at special risk and
the difficulties in replacing the po-
sitions left by those in part-time
retirement under the scheme.

The social partners will continue
their work in the National Council of
Labour, where they will push ahead
with a study on a limited right for
workers to take temporary leave
from working life. The limitations on
this right pertain to its duration, the
number of activities to which it is to
apply and the number of employees
in an enterprise (with respect to the
size of the workforce) taking leave at
any one time. Wage compensation is
to be offered during the period of
leave from work and a mode of
labour replacement is to be worked
out.

Unemployment

Unemployment benefits for the eld-
erly unemployed are to be progres-
sively increased to 60% of the refer-
ence wage. To this end the contribu-
tion rate will be raised from the cur-
rent figure of 0.12% of gross earnings
to 0.18% (from 1 April 1993) and to
0.23% (from 1 December 1994).

In addition the social partners
have agreed on general proposals re-
garding short-time work (chdmage
temporaire) (cf. BIR, Belgium, iii.4).
These will be specified in the
National Council of Labour and then
presented to the government. The
main element is to be a cut in em-
ployer contributions to the Fund for
Company Closures (Fonds de Fer-
meture) — from which also short-time
is financed — from 0.28% to 0.22% of

inforMISEP  no. 41 / Spring 1993
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Overall Developments

total wages (cf. iMi 39). Temporary
unemployment for economic reasons
or bad weather is to be restricted to a
maximum number of days.

Holiday pay

In calculating the level of holiday pay
for workers aged 18 and above, the
reference pay for days lost (through
sickness, military service etc.) will in
1993 be taken into account to its full
value (100%), rather than to 80% as
previously. For 1993 this applies up
toamaximum of 1,900 Belgian francs:
this upper limit will no longer apply
to holiday pay for 1994.

In the last collective agreement (cf.
iMi 33) the social partners agreed
that, in 1992, a double holiday pay-
ment would be made for the third day
of the fourth week. This provision has
been extended for two years.

Work organisation

The social partners have made pro-
posals of a generalised nature con-
cerning work organisation which are
to be presented to the government.
The aims of these proposals are as
follows:

— Sectoral collective agreements
should be such as to allow firms to
cope with a temporary rise in the
workload such as cannot be man-
aged by recruiting additional la-
bour nor by means of 65 hours
overtime annually (the figure up to
which workers, while entitled toan
overtime bonus, have no right to
time in lieu).

- Workers should have the right to
offset accumulated additional
working hours against additional
days off.

~ Moonlighting is to be combatted,
primarily by the adoption by other
sectors of the measures already in
force in the construction industry
(such as the individual work-sheet
and the attendance list, cf. iMi 28).

As far as night work is concerned,
unions and employers’ organisations
take the view that it is up to the social
partners themselves to determine the
relevant stipulations, and that any
legislative initiatives must conform

to the appropriate collective agree-
ments.

The agreement calls for a major
simplification of the administrative
formalities for part-time work, in par-
ticular a relaxation of the employer’s
obligation to inform the employee of
his or her working hours five days in
advance. Further, more suitable con-
trol mechanisms must be developed
todeal with cases where actual work-
ing hours deviate from those previ-
ously agreed.

Paid training leave

On this matter, too, the social part-
ners have agreed on general propos-
als which are to be presented to the
government:

- The scheme should be focused on
training measures directly related
tothe employee’s work situation or
career perspectives;

- steps should be taken to avoid
organisational problems arising
from the simultaneous absence of
several employees;

- measures should be taken to pre-
vent the abuse of the scheme.

The government is called on to stand
by its financial obligations with re-
spect to paid training leave.

Concluding provisions

The social partners called upon the
government to sign the agreement, to
assent to the formal proposals made
init, and torefrain, for the duration of
the agreement, from taking any
measures which, in the areas referred
to, would have the effect of raising
wage costs or affecting work organi-
sation.

Inits responsemade on 25 Novem-
ber 1992 the government reiterated
its willingness to collaborate in the
realisation of the agreement, and to
respect the demands made by the so-
cial partners. The government, for its
part, called on the parliament to con-
sider the necessary legal changes as a
priority and to vote in their favour.

Both sides of industry declared
jointly that, for the duration of the

agreement, no further demands vis-
a -vis the other partner remained out-
standing at the national level.

Germany

The Labour Promotion
Act:

New Provisions in Force
from 1 January 1993

The 10th amendment to the Work
promotion Law has led to a number
of legal changes with effect from 1
January 1993. These changes are so
conceived as to target labour market
policy measures more accurately,
restructure the deployment of finan-
cial resources, and prevent dead-
weight. The goal is to ensure that the
existing funds — around DM 50 bil-
lion have been allocated to active la-
bour market policies for 1993, of
which some DM 34 billion will be
spent on the new federal states - in-
duce optimal effects. The changes in
detail are as follows.

Modification of the assistance
provided for the integration of
ethnic German immigrants

The benefits previously offered
newly arrived, ethnic German immi-
grants under the Labour Promotion
Act - covering periods of unemploy-
ment, further vocational training and
retraining, together with German
language courses — are replaced by a
means-tested integration aid, fi-
nanced out of central-government
funds. In addition, the costs of taking
a German language course (up to a
maximum of six months) will also be
reimbursed by central government.
This means that the German federal
government is assuming the lion’s
share of the costs of the initial aid for
ethnic German immigrants.

For a transition period the Federal
Labour Office will bear the costs of

inforMISEP  no. 41 / Spring 1993



integration measures for those ethnic
German immigrants who entered the
country before the end of 1992. The
legislative changes mean that the fi-
nancial burden of integration will no
longer rest primarily on the Federal
Labour Office — whose budget is fi-
nanced out of social-insurance contri-
butions — but will be borne on several
shoulders.

Higher quality in further training
and retraining

The explosive quantitative leap
which has occurred in further voca-
tional training and retraining is being
followed by qualitative consolida-
tion. Training measures must be
checked for quality and for consist-
ency with the aims of labour market
policy before they begin. This will put
Employment Offices in a position to
refuse to recognise worthless train-
ing measures, and dispenses with the
pressure to take a positive view of
measures which are already under
way.

Participants are obliged to attend
counselling before entering a training
programme, preventing their recruit-
ment by fly-by-night educational in-
stitutions. Restrictions are imposed
on multiple further training and re-
training. Training measures appro-
priate to the aims of labour market
policy will be carefully selected. Ex-
tended counselling with continued
entitlement to unemployment benefit
and aid replace the previous short-
term measures of “occupational
orientation”, the quality of which it
was all but impossible to control. In
the new federal states such measures
represented a lucrative business for
educational institutions, not all of
which were adequately qualified for
the job.

The special provisions for the new
federal states offering support for
further training measures in colleges
and other institutions of tertiary edu-
cation until the end of 1992 have been
extended until the end of 1995. East
German workers threatened by re-
dundancy (although not actually re-
dundant) are also entitled to further
training support until the end of 1995.

Deadweight effects of the job
familiarisation allowance
restricted

The job familiarisation allowance
(Einarbeitungszuschufl) is, under nor-
mal circumstances, now only avail-
able for a maximum of six months,
and only covers up to 30% of wages.
Only in specially substantiated cases
is an allowance of 50% possible. This
should have the desired result of lim-
iting deadweight. Particularly in the
new federal states, the job familiarisa-
tion allowance has often been treated
simply as a wage subsidy, without
any corresponding obligation to fa-
miliarise employees with new work.
If the worker for whom the allowance
is paid is not employed for at least
double the length of time the allow-
ance was provided, the employer is
obliged to pay it back.

Support for those setting up their
own business extended

The benefits previously available for
unemployed persons setting up their
own business are extended to those
employees who enter self-employ-
ment directly from a job-creation
scheme or from so-called “structural
short-time working”.

New conditions attached to
support for job creation schemes

As set out in the Unification Treaty
the conditions attached to support
for job creation schemes in the new
federal states have now, in principle,
been brought in line with those in
West Germany. However, for a tran-
sition period a number of special pro-
visions will remain in place in the
interest of employment in the new
federal states. This will enable the
volume of job creation measures
there to be maintained at a high level
- up to 350,000. A subsidy of 90%
(100% in the case of difficult-to-place,
long-term unemployed) of the wage
costs of employees on the scheme is
available, provided the employer
pays wages not exceeding 90% of
standard wages for the relevant
grades, or working time is limited to
80% of normal full-time working
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hours. This enables the funds avail-
able to be distributed among a
greater number of recipients, and
strengthens workers’ incentives to
change to a normal employment
relation.

Irrespective of whether a worker
belongs to a so-called labour market
“problem group”, a 100% wage sub-
sidy can be made (at 80% of standard
working hours) in the new federal
states if the firm running the job-crea-
tion measure is one of east Germany’s
so-called “Employment-promotion,
employment and structural develop-
ment companies” (ABS).

A new instrument of work
promotion in the new
federal states

In addition to the above, from 1993
on, a new instrument of work promo-
tion will offer some 50,000 persons an
employment opportunity in environ-
mental improvement, social services
and the so-called “free youth aid”.
The Federal Labour Office is now
empowered to promote the employ-
ment of those who would otherwise
be unemployed in the form of a lump-
sum subsidy of wage costs to a level
corresponding to the unemployment
benefit so saved. The instrument is so
designed as to avoid deadweight.
Because it is limited to 90% of the
wage level, or to a maximum of 80%
of standard working hours, the in-
centive to take up a non-subsidised
full-time job remains.

In 1993, almost 500,000 people
throughout Germany will be em-
ployed by virtue of job creation meas-
ures and the new instrument of work
promotion.

More precise targeting of occupa-
tional rehabilitation measures

The special benefits accorded to dis-
abled persons in support of their oc-
cupational rehabilitation are now
only to be granted if they are neces-
sary in view of the concrete disability
in each case. Disabled persons not
requiring rehabilitation support ap-
propriate to their handicap remain
entitled to the same further training

inforMISEP no. 41 / Spring 1993

7



Overall Developments

and retraining benefits as able-bod-
ied persons.

Courses to attain general
secondary-education qualifications
after leaving school

The system whereby those who had
left school without secondary-educa-
tion qualifications (Hauptschulab-
schlufl) were able to attend a course
and gain such a general qualification,
thereby correcting deficits in the sys-
tem of general education, used to be
financed by contributions to the un-
employment-insurance fund: this can
no longer be justified and has there-
fore been scrapped.

Stabilising the employment
relations of older workers
Benefits from the unemployment in-
surance scheme should only be avail-
able in those cases where unemploy-
ment results from economic con-
straints, and not where employer and
employee reach mutual agreement
on early termination of the employ-
ment relation so as to meet the condi-
tion of entitlement to an early retire-
ment pension for reasons of unem-
ployment. The following measures
areto preventanundueburdenbeing
placed on those paying contributions
to the Federal Labour Office arising
out of early retirement practices of
this nature:

— the duration of entitlement to un-
employment assistance (in cases
where a worker’s benefits are sus-
pended due to voluntary redun-
dancy)isshortened for older work-
ers;

- unjustified compensation pay-
ments in cases of voluntary termi-
nation will, to some extent, be set
against unemployment assistance;

- employers dismissing older work-
ers will be obliged to reimburse
unemployment assistance.

As far as the last measure is con-
cerned, the obligation to pay back
unemployment assistance is valid for
two years; the early-retirement pen-
sion on the grounds of unemploy-
ment must not berefunded, however.

The employer is exempt from this
obligation:

- if the unemployed worker meets
the conditions for wage-compen-
sation due to a reduced capacity to
work;

— if less than 20 workers are em-
ployed (excluding trainees). Small
firms with up to 40 employees are
exempted from two thirds of the
reimbursement, firms with up to 60
workers from one third;

- in cases of socially justified dis-
missal, of hardship, large-scale re-
dundancies, the existence of sig-
nificant grounds for dismissal
without notice, or where the older
worker resigns but does not re-
ceive a severance payment;

- in firms in receipt of adjustment
support under Article 56, para. 2 of
the Coal, Iron and Steel Agreement
(until the end of 1995). This also
applies to firms in the new federal
states.

Supplementary provisions

Because the pension insurance insti-
tutions in the new federal states are
not in a position to make swift deci-
sions on applications for an early re-
tirement pension from unemployed
workers over 60, the Federal Labour
Office is having to fund such pay-
ments (Altersiibergangsgeld) during
1993. In compensation, the Federal
Labour Office is to receive a lump-
sum payment of DM 1.6 billion for
1993. At the same time, responsibility
for benefits connected with occupa-
tional rehabilitation returns to the
pension insurance system in those
cases in which it is already responsi-
ble for medical rehabilitation, or
where there are grounds for pension
entitlement for reasons of reduced
capacity to work. This ensures that
the entire rehabilitation procedure
remains in the hands of one
institution.

New social insurance contribution
rates

In order to safeguard the financing of
labour market policy, the contribu-
tion rate to the Federal Labour Office
for 1993 has been increased from 6.3
to 6.5% of gross wages throughout
Germany, employers and employees
each bearing half the cost as before.
Simultaneously, the contribution rate
to the pension insurance scheme has
been reduced from 17.7 to 17.5%, so
that the overall burden of contribu-
tions remains unchanged. The fol-
lowing table lists the new income
thresholds:

Table 1: New income thresholds in the unemployment insurance scheme

In the old federal states

In the new federal states

Unemployment insurance
DM 86,400 per year

(1992: DM 81,600)
DM 7,200 per month (1992: DM 6,800)

DM 63,600 per year
DM 5,300 per month (1992: DM 4,800)

(1992: DM 57,600)

Maximum employee contribution
DM 234

DM 172.25
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Italy

Employment Promotion
Measures

Asin other EC countries, the employ-
ment situation in Italy has deterio-
rated sharply in recent months. From
September 1991 to September 1992
200,000 jobs were lost, and the unem-
ployment rate rose from 10.6 to 11%.
In addition, the wage compensation
fund (Cassa integrazione) had to pro-
vide compensation for 10% more
hours lost due to short-time working
than in the previous year.

It is against this background that
the Italian government passed De-
cree-law no. 1, on 5 January 1993,
which contains a number of im-
portant measures. In particular, Arti-
cle 1 empowers the Minister of La-
bour to implement active labour mar-
ket policy measures in the areas hard-
est hit by the crisis, on the basis of the
proposals put forward by the Com-
mittee for the Coordination of Em-
ployment Initiatives (Comitato per il
coordinamento delle iniziative per I occu-
pazione). This committee was set up
by the council of ministers in Septem-
ber 1992 (see below).

The employment promotion
measures enacted by the Law are to
remain in force until 1995, and pro-
vide for:

— subsidies for employers recruiting
workers on a full-time basis;

— subsidies for information and con-
sultancy services for the reinte-
gration of workers registered with
the special wage compensation
funds (Cassa integrazione straordi-
naria) or released for placement by
the wage compensation fund (in
agreement with the regional la-
bour office or employment ex-
change); a maximum of 20 billion
lira have been earmarked for this
purpose;

- further training measures for
workers employed in enterprises
which have put forward restruc-
turing, conversion or reorganisa-

tion programmes. Further training
is also possible on an individual
basis for certain groups of workers
specified in the Decree-law.

Within 90 days of Decree-law no. 1/
93 coming into force the Minister of
Labouris obliged to set out the details
according to which Article 1 is to be
implemented. The Minister’s assess-
ment of the local employment si-
tuation is to be based on the work of
the regional labour-market observa-
tion offices, the regional employment
office and inspectorate, and the job
centres (Agenzie per I'impiego).

An employment fund for the im-
plementation of the above measures
is being set up within the Ministry of
Labour. 550 billion lira have been ear-
marked for 1993, and 400 billion each
for the following two years. The
measures are to remain in force for
three years.

New provisions affecting
agricultural workers

Law 223/91, Article 25 allows the re-
cruitment of unemployed workers
“by name”, i.e. on the basis of previ-
ous contacts between specific unem-
ployed workers and employers (cf.
iMi 36). Until now the agricultural
sector has been excluded from this
provision. Article 8 of the new De-
cree-law means that now agricultural
employers also have the option of
recruiting “named” workers when
applying to the relevant job-place-
ment agencies. The appropriate crite-
ria and the relevant occupations are
to be decided by a decree from the
Minster of Labour and are to be an-
nounced within 90 days of the De-
cree-law coming into effect.

On-the-job traineeships and work
experience for young people

Article 9 of the Decree-law intro-
duces, for the first time in Italian law,
the possibility of in-plant work-expe-
rience courses, which, by providing
direct contact with the world of work,
aim to help young people with their
career decisions. The new legislation
enables the local offices of the Minis-
try of Labour, the vocational training
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and information centres, the universi-
ties and the school authorities to offer
such courses in private firms willing
to provide them. A condition is that
the Labour Inspectorate must be in-
formed. No employment contract is
signed between the employerand the
trainee; the employer is, however,
obliged to insure trainees against ac-
cidents at work and to inform plant-
level workers’ representatives. Such
traineeships can be taken up by all
those nolonger in compulsory educa-
tion.

The traineeships are targeted at the
following groups:

- Young students, either at uni-
versity or vocational college. The
traineeships are to last three weeks,
in a single, or in several plants,
based on appropriate agreements.

— Those participating in vocational
training and job-seekers (the un-
employed and those in receipt of
benefits from the wage-compensa-
tion funds and available for place-
ment). Here the traineeships last
up to three months and are regu-
lated through agreements between
the employment offices, the train-
ing centres and the employers.
These agreements are tobe reached
on the basis of criteria set out at
national level by the Ministry of
Labour in conjunction with the
Ministry of Education, the Minis-
try of the Universities and Re-
search, the regions, the employers’
federations and the trade unions.

These provisions also apply to all EC
citizens working in Italy, including
those doing so within the framework
of Community programmes.

Support for labour market entry

Article 100 of the Decree-law pro-
vides for special support for employ-
ers recruiting young persons on
fixed-term contracts in their first job.
Such support is even more generous
if the employment contract is of un-
limited duration. Specifically, the
new legal provisions allow firms to
take on “named” workers between 16
and 32 years of age, if this is their first
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job, on a fixed-term contract of be-
tween six and twelve months (until
31 December 1993). Such recruitment
support is not available, however, to
firms which have laid off workers
during the twelve months before
making the application to the
scheme. The “first employment con-
tract” must be a written contract, and
the employer is obliged to provide a
reference.

The Labour Inspectorate is respon-
sible for ensuring adherence to the
legal stipulations. For each worker
recruited under an employment con-
tract of this type the employer’s so-
cial-insurance contributions are re-
duced by 15%.If the workeris kepton
after the termination of his/her first
employment relation under an open-
ended employment contract, the em-
ployer is entitled to a 30% cut in so-
cial contributions for a further six
months. This provision will remainin
force for 12 months in structurally
weak areas and in the “Mezzo-
giorno”.

The professional and other staffing
prerequisites for such contracts will
be set out in a decree by the Minister
of Labour within 90 days of the De-
cree-law coming into force.

Introductory wage

In order to facilitate the placement of
specific groups of workers, Article 11
of the Decree-law introduces, again
for the first time in Italian law, an
introductory wage. This enables na-
tional and other wage agreements to
set an introductory wage below the
normal starting wage rate for work-
ers who have been registered for
more than two years in Class I of the
employment exchange’s lists and for
particularly disadvantaged groups
of workers (the criteria for which are
determined by regional employment
committees). This only applies in the
case of open-ended employment con-
tracts. The new introductory wage
cannot be lower than 70% of the
standard rate in the first, and 80% in
the second year. The aimis to provide
incentives for employers to take on
particularly disadvantaged groups
of the labour force.

Private employment agencies

Italian labour law is steadily becom-
ing less rigid. The introduction of
greater flexibility in a difficult labour
market phase can provide an incen-
tive to increase recruitments.

Article 13 of the Decree-law stipu-
lates for the first time that, subject
to acceptance by the Ministry of La-
bour, private, temporary-employ-
ment agencies can be founded for the
service sector and for medium to
high-skill personnel. What is strik-
ingly novel about this measure is that
job placement has, under the legal
provisions in force until now, always
been solely a matter for local public
employment offices.

A written contract is required to
mediate labour services in this way.
The Labour Inspectorate is to ensure
that the legal requirements are met.
The employment agencies can also
recruit personnel assigned to a spe-
cificemployer on thebasis of arenew-
able contract with a duration of more
than 12 months. The Ministry of La-
bour will determine the conditions
under which such firms will be regis-
tered (and removed from the regis-
ter). Employment agencies of this
type will be considered part of the
service sector.

The employer can only deploy
agency workers in the activities set
out in their agency-employment con-
tracts and in the relevant collective
agreement. Agency workers may not
be deployed in activities for which
workers at the firm are registered as
being on short time with the wage-
compensation fund. Neither may
they be employed in order to replace
striking workers. Employers have
the same responsibilities and obliga-
tions vis-a-vis agency workers as in
any employment relation. The em-
ployer enjoys supervisory and disci-
plinary rights. A firm intending to
conclude a contract for the use of
agency workers must inform plant-
level workers’ representatives.

Establishment of a task force for
the coordination of employment
initiatives

Adecreeannounced on 15 September
1992 has led to the establishment of a
task force for the coordination of
employment initiatives at the office
of the President of the Council of
Ministers. The background to this
decision is the current economic diffi-
culties being encountered by all the
leading industrialised countries. The
aim of the Task Force is to raise the
efficiency of the public resources and
other instruments currently being
implemented to support production
and employment. The Task Force
was established following an agree-
ment concerning labour costs
reached between the government
and the social partners on 31]July 1992
(cf. iMi 40).

The Task Force’s main responsibil-
ity will be to observe employment-
related problems and to develop ap-
propriate initiatives, and to coordi-
nate the available resources and the
instruments required to realise short
to medium-term policy aims.

The Task Force consists of one rep-
resentative of the President of the
Council of Ministers, one representa-
tive each from the Ministries of the
Interior, the Budget, Industry and
Labour, and of the Treasury. Repre-
sentatives of the leading trade unions
may be invited to participate in the
activities of the Task Force by the
coordinator.

In addition to the Task Force, an
observation bureau for small and
medium-sized enterprises will also
commence operations, entrusted
with the task of observing develop-
ments in this sector, and coordinating
the instruments required to reinforce
industrial, credit and fiscal policies.
Membership of the bureau is com-
posed of one representative of the
President of the Council of Ministers
and representatives of the ministries
for the “Mezzogiorno”, the Budget,
Foreign Trade and the Universities,
and the Treasury, together with ex-
perts from the field of small and me-
dium-sized firms.
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United
Kingdom

New Employment and
Training Programmes
Announced by the
Employment Service

On 12 November 1992 the Secretary
of State for Employment anounced
an increase of nearly 50,000 places on
employment and training pro-
grammes for the unemployed, a rise
of 50%. Most of these will be provided
through the TECs (Training and En-
terprise Councils). There will be
funding provided for new pro-
grammes, plus the cost of additional
help for people in coal-mining areas.

New arrangements for the opera-
tions of TECs will increase their abil-
ity to respond and provide these
oportunities within their communi-
ties. There will be an increase in the
number and range of training places
available, with the focus being on
helping the long-term unemployed
and those with disabilities who find it
difficult to find employment. There
will also be help for those made un-
employed through large scale redun-
dancies and people returning to
work, for example after raising chil-
dren. The main elements of the initia-
tive are as follows:

- Around 300,000 people who have
been unemployed for a year, and
who do not take up other offers of
help, will attend a Jobplan Work-
shop, which offers guidance and
assessment in finding work. The
workshop will draw on the experi-
ences of successful Job Review
Workshops and Restart courses
which have already helped over
500,000 people.

— The Job Club and Job Interview
Guarantee Schemes will be ex-
panded. There will also be major
expansion of work trials with em-
ployers for the unemployed. Alto-
gether these three schemes will

provide an extra 180,000 opportu-
nities for unemployed people.

- The short-term unemployed will
receive an extra 10,000 places on
Job Review Workshops.

— Career Development Loans will be
expanded to provide nearly 60,000
more opportunities over the next
three years. These loans are de-
signed to help both unemployed
and employed people to take the
training course of their choice.

- A new programme, Training for
Work, will replace the existing Em-
ployment Training and Employ-
ment Action Programmes. TECs
will provide around 320,000 op-
portunities for adults to improve,
update and learn new skills.

— Anew initiative willbelaunched to
give parents with school-age chil-
dren greater access to childcare.
Grants will be availabe through
TECs and LECs (local enterprise
companies in Scotland) to help em-
ployers, voluntary groups, schools
or groups of parents to set up new
childcare facilities.

The TECs will be given greater
flexibilities in deploying their re-
sources and will have more freedom
to choose the balance of local pro-
grammes. Some programmes will
have funds guaranteed for three
years. There will be additional re-
sources to develop the Investors in
People initiative. More funding will
be available for TECs, if they are suc-
cessful in meeting these new targets
for securing jobs and qualifications
for unemployed people on TEC-led
schemes.

Ireland

Reorganisation of
Government Ministries

Following the recent General Elec-
tion, the new Irish Government will
be a partnership between Fianna Fail
and the Labour Party. The partner-
ship has published a comprehensive
five-year programme with the tack-

Overall Developments

ling of Ireland’s unemployment
problem a major priority.

Among the structural changes
which are proposed is the creation of
three new Government Depart-
ments: (a) Enterprise and Employment,
(b) Tourism and Foreign Trade, and (c)
Equality and Law Reform.

These Departments will replace
the existing Departments of Labour
and Industry and Commerce. As ap-
propriate, the Department of Equal-
ity and Law Reform will subsume
relevant divisions in other Depart-
ments.

(a) The new Department of Enterprise
and Employment will have respon-
sibility for all active aspects of in-
dustrial policy, including general
planning, the development of
plans for indigenous industry,
and for implementation and co-
ordination of labour market
measures including training.

The regulatory aspects of busi-
ness and industry (including the
monitoring of EC funds allocated
to industries such as the food in-
dustry), and responsibility for in-
dustrial relations and protective
legislation such as safety and
health and employment condi-
tions, including dismissal protec-
tion, will also be vested in the De-
partment of Enterprise and Em-
ployment.

In addition, the Department will
be charged with the promotion of
consensus in industry (at national
level and in individual enter-
prises), mainly through the deve-
lopment of cooperative industrial
relations.

This new Department will work
closely with the Departments of
Food and Marine in the develop-
ment of natural resources, with a
commitment to conservation and
the environment.

To protect existing jobs, an Em-
ployment Protection Unit will be
established to provide advisory
services to small firms, whether
they are experiencing difficulties
or trading well and eager to grow.
In addition, the Unit will help
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management and unions to solve
problems that threaten jobs.

(b) The main responsibility of the spe-
cialist Department of Tourism and
Foreign Trade will be the promo-
tion of Irish goods abroad. It will
also be charged with the develop-
ment of international links.
While the promotion and market-
ing of Irish goods in export mar-
kets has been an appropriate em-
phasis in Irish trade policy over
the years, there are insufficient
numbers of highly-motivated,
language-trained, hands-onsales-
people in export markets selling
Irish goods and services. The new
focus and priority of this policy,
backed up by top-level political
support, is to overcome this defi-
ciency.

A national Economic and Social
Forum will also be established un-
der an independent Chairperson,

Training

Spain

Agreements on Further
Training for the
Employed

The two agreements described in the
following article — the tripartite
agreement on further training for the
employed (Acuerdo Tripartito en
materia de Formacién Continua de los
trabajadores ocupados), and the na-
tional further training agreement
signed between the social partners
(Acuerdo Nacional sobre Formacion
Continua)—constitutea joint response
by the government, the social part-
ners and other relevant social actors
to the vocational training require-
ments of both workers and firms.
Until now it has been the state which
has attempted to meet the training
requirements of private-sector work-
ers, of firms and sectors undergoing

with its own secretariat. The Fo-
rum will contribute to the forma-
tion of a national consensus on
major issues of economic and so-
cial policy, and to the develop-
ment of new initiatives to tackle
employment.

The Forum will have representa-
tives from the social partners and,
in addition, representatives of
women’s organisations, groups
representing the unemployed, the
disadvantaged and people with a
disability. The social partners and
the Government will take account
in their deliberations and in nego-
tiating future economic pro-
grammes of the views expressed
and positions agreed upon by the
Forum.

(c) The Department of Equality and Law
Reform will now be formed and a
Cabinet Minister will have re-
sponsibility for seeing that equal-

restructuring, of employees and
members of producer cooperatives,
and also of the self-employed
through a public system of voca-
tional training.

The two agreements mark the start
of anew approach to vocational train-
ing policy in Spain, based on a new,
flexible, self-administered, decen-
tralised and bottom-to-top system.
The public sector recognises that it is
from now onto play asubsidiary role,
the protagonists being employers
and the social partners at inter-firm,
and employers and workers’ re-
presentatives at intra-firm level.

Firms will in future make a major
contribution to the training process.
Each measure providing vocational
training will be part of a corporate
plan, with a pre-determined budget,
and may even form a constituent part
of the firm’s overall concept or strat-
egy. Increasingly firms and workers
will come to play the leading roles in
training activity. The firm becomes a
“training unit”, the originator and

ity becomes a reality, through in-
stitutional, administrative and le-
gal reform.

Equal Status legislation will be
passed which will prohibit dis-
crimination and will cover a wide
range of grounds, including sex,
marital or parental status, sexual
orientation, religion, age, handi-
cap, race, colour, nationality, or
national or ethnic origins, includ-
ing membership of the travelling
community.

Secondly, the objective of legisla-
tion will be to make discrimina-
tion unlawful not only in the work
place, but also in education, in the
provision of goods, facilities, and
services (including recreational
facilities and services, entertain-
ment, accommodation, transport,
and professional services), and in
the disposal of accommodation or
other premises.

mediator of know-how and skills.
Workers, for their part, are to acquire
an on-going capacity to learn; they
must “learn to learn”. What is re-
quired is a change in established pat-
terns of thought, one which rejects
traditional conceptions according to
which vocational training is the
responsibility of the public adminis-
tration, and learning is something
done only in one’s early years.

Decentralised administration by
the social partners

The two agreements signed by the
government and major collective or-
ganisationsare very muchinline with
currenttrends. Theyrepresentthefirst
step in the construction of a further
training model for the employed in
Spain which is based on the following
principles: autonomous, bipartite ad-
ministration by the social partners,
guidelines to be drawn up by collec-
tive bargaining, decentralisation, the
impulses for training policies going
“from thebottomupwards” and from

12
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the economic sphere rather than from
centralised state planning. This will
requireanew planning principle, one
which will emerge out of the initia-
tivesof firmsand professional organi-
sations, and on the basis of concrete
plans. This approach will ensure that
the measures implemented are in line
with the requirements of both firms
and workers.

This does not, however, mean that
the powers — and certainly not the
contribution-of the publicsector will
decline in absolute terms. This is be-
cause the state has a considerable in-
terest in an advantageous implemen-
tation of the national agreement, and
because vocational training meas-
ures are themselves in the public in-
terest, for instance where they help to
safeguard the jobs of older workers
or to prevent redundancies.

Three main aims of the two agree-
ments, signed on 16 December 1992,
can be distinguished. The most im-
portant is the on-going adjustment of
the workforce to technological re-
quirements; the second is to improve
corporate competitiveness, and the
third to facilitate access to further
training and to improve workers’
chances of promotion, all with a view
to meet the challenges of the Euro-
pean Single Market.

Single and joint projects

The National Agreement on Further
Training envisages that training
measures will be developed and im-
plemented by both single firms and
jointly by anetwork of several compa-
nies. In the case of a single-firm
project, thetraining planistobeelabo-
rated together with plant-level
worker representatives; in the case of
ajoint project with representative col-
lective-professional  organisations.
Single-firm projects can be under-
taken by firms employing more than
200 workers. Joint projects, whether
within a branch or transcending sec-
toral boundaries, are conducted in
two or more firms which together
employ more than 200 workers. They
are initiated either by the relevant
employer’s organisation or by the
trade union concerned.

Training measures are to be non-
discriminatory, and available to all
employees in both the public and pri-
vate sectors, with the single exception
of the public administration. Under
certain conditions - specified in the
National Agreement on Further
Training —admission to further train-
ing can be organised on an individual
basis. Such admissions involve work-
ers, selected by the firm, participating
in further training with—usually paid
— time-off work. Such training is in
line with current practice and does
not concur with the provisions of the
National Agreement. Workers par-
ticipating in training of this type re-
ceive a formal qualification.

Bipartite commissions will be re-
sponsible for approving, accom-
panying and controlling the training
schemes in operation within the
framework of the National Agree-
ment. Single-firm training proposals
are, however, exempt from such su-
pervision; they are regulated by
agreement between management
and plant-level worker representa-
tives. The focus of, and criteria for
sectoral and inter-sectoral training
proposals will be negotiated jointly,
ensuring that both firms and workers
participate fully in further training
developments.

Financing training measures

The mode of financing for further
training for the employed is set out in
the tripartite agreement. The agree-
ment envisages that a part of the
present employer levy for vocational
training (0.7% of the payroll exclud-
ing fringe benefits) will be used to
support further training under the
National Agreement. The proportion
of the levy earmarked for such sup-
port will increase progressively for
the duration of the Agreement:

1993 . 0.10%
1994 ..., 0.20%
1995 .., 0.25%
1996 ..o 0.30%

Asaresult, spending on further train-
ing for the employed as a proportion
of total spending on vocational train-
ing will steadily approach the EC
average.

Training

Distribution of the financial re-
sources will be organised according
to bilateral procedures and methods,
the details of which still have to be
worked out by the social partners. In
addition to financing the training
measures themselves and meeting
administrative costs, these financial
resources must also be used to cover
the costs of individual further train-
ing in line with the provisions of the
National Agreement, and the costs of
evaluating the measures and verify-
ing the accounts.

The state to remain active

The contribution made by the public
administration to this new strategy
will be very diverse, including the
provision of training centres and
teaching media and materials. The
state is also in a position to conduct
studies, collate statistics and make
available the results of its on-going
observation of occupational changes
and of studies into training methods
and the use of new technologies re-
lated to training. The public admin-
istration willin many cases berespon-
sible for “training the trainers”, and
will develop procedures by which
training measures can be evaluated
and certified. The concrete forms
taken by this support are to be the

_ subject of joint negotiations between

the social partners and the state.

In spite of this new orientation of
training policy towards the em-
ployed, the social partners will con-
tinue their efforts to formulate and
implement the Plan for Training and
Occupational Integration (Plan de
Formacidn e Insercidn Profesional) with-
in the General Council on Vocational
Training (Consejo General de Formacién
Profesional), the focus of which is on
training for the unemployed.

The agreements will remain in
force for four years. The participants
envisage, however, that the National
Agreement will be extended beyond
this point, subject to a joint decision to
this effect by the signatories.

The signatories to the tripartite
agreement have bound themselves to
on-going cooperation, to conduct a
joint analysis of the impact of the
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National Agreement, and to seek
ways by which it canbeimproved. To
this end a tripartite national commis-
sion (Comisién Tripartita Nacional de
Seguimento) is being set up.

It remains to hope that the agree-
ments described above will bring
about the desired effects, and that
this, the first experience of tripartite
cooperation on these lines will prove
successful and will be continued into
the future, enabling the country to
meet the challenges it faces and to
exploit their opportunities to the full.

Portugal

Impact of Vocational
Training Measures
1986 — 1990

At the end of 1991 the statistical de-
partment of the Ministry of Labour
and Social Security (DEMESS) con-
ducted a survey of firms in manu-
facturing industry (cf. iMi 36). This
study has now been extended to
other branches — civil engineering,
electricity, water and gas, hotel and
catering, the transport sector, and
banking and insurance. The analysis
yielded survey data from a repre-
sentative selection of firms with more
than 50 employees in the service sec-
tor and of all enterprises employing
500 or more workers.

The main aim of these surveys was
to glean information on the impact of
the vocational training measures im-
plemented between 1986 and 1990.
The areas of greatest interest were the
addressees of the measures and the
changes which have occurred in
plant-level adjustment strategies.
The preliminary results of the survey
point to an increase in the volume of
vocational training measures during
the period studied: a total of 332,174
participants in vocational training
were recorded.

Between 16% and 33.7% of firms
implemented vocational training

Table 2: Firms offering vocational training measures

Enterprise size (workforce)

Total 50-99 100499 500 and more
1986 16.0% 7.4% 23.0% 62.5%
1990 33.7% 23.8% 43.5% 77.7%

Enterprise size

Table 3: Recruitment of the unemployed after
participation in a vocational training scheme

Total 50-99 100499 500 and more
57.0% 26.6% 66.0% 39%
Table 4: Financing vocational training

1986 1990
Own resources 61.2% 52.4%
Own resources plus state support 25.1% 32.5%
Own resources plus other private
organisations 12.0% 10.5%
Other source of finance 1.7% 4.6%

Table 5: Workforce structure 1990

Firms implementing
vocational training

Firms not implementing
vocational training
period 1986 - 1990

Executive managers
High-ranking white-collar
Middle-ranking white-collar
Skilled blue-collar

Unskilled

Other

0.7% 2.4%
54% 2.0%
7.6% 6.9%
53.3% 50.1%
28.3% 34.0%
4.8% 4.6%

measures, with a consistent positive
correlation to enterprise size. In sec-
toral terms, vocational training was
most intense in banking and insur-
ance (Table 2).

Vocational training measures
were offered most frequently to those
employed by the firm itself (71.4%),
followed only at a distance by work-
ers from other firms (17.6%) and the
unemployed (11%).

Approximately 57% of the unem-
ployed participants in vocational
training schemes were hired by the
firm after the course. The proportion
recruited was particularly high in
service firms with a workforce of be-
tween 100 and 499 (Table 3).

The majority of firms financed the
training programme themselves. A
trend towards increasing state finan-
cial support was observed, however
(Table 4).

Comparative analysis of work-
force structure between the firms im-
plementing vocational training meas-
uresbetween 1986 and 1990 and those
which did not reveals that the former
experienced a shift in the distribution
of worker categories: the number of
executive managers fell, while that of
middle to high-ranking white-collar
workersand skilled blue-collar work-
ers rose. There was also a decline in
the number of unskilled workers
(Table 5).

According to employers the posi-
tive effects of the vocational training
measures implemented were felt in
the following areas:

— higher productivity (90%);
— greater workforce motivation and

participation (70%);

— better working environment (41%);
- improved adaptability tonew tech-
nologies (47%).

14
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France

New Professional
Grades Created within
ANPE

The French National Employment
Agency (Agence Nationale pour
I'Emploi — ANPE), has grown and
changed enormously in the past ten
years. Faced witha marked deteriora-
tion in the state of the labour market,
ithassuccessfully madethetransition
into the computer age, reducing the
obligation on job-seekers to appear at
employment offices personally and
the laborious processing of files by
hand. The Agency has implemented
diverse programmes for the “social
treatment” of unemployment passed
by successive governments. The
ANPE has become an essential ele-
ment in state intervention on the la-
bour market. A constantly changing
environment has forced ANPE em-
ployees continually to adapt, to
modify their activities, and to acquire
new skills. They have had, to put itin
a nutshell, to undergo continuous
professional development in order to
adjust to the constraints of their envi-
ronment and to ANPE’s changing
mission.

ANPE’s responsibilities

ANPE’s responsibilities are clearly
defined by the government. “ANPE’s
task is one of labour market interven-
tion:

— assisting job-seekers, those seeking
training opportunities or advice on
reentering the labour market or
career development. To this end
ANPE participates in implement-
ing measures aimed at improving
occupational mobility and ad-
justment to occupational changes;

— assisting employers with recruit-
ment and the reintegration of
workers. ANPE supports the im-
plementation of public policy

measures in this field, including a
range of special measures, notably
those benefiting small and me-
dium-sized firms.

In addition it administers the list of
job-seekers.”

ANPE’s labour market activities
require a wide range of skills and
abilities on the part of its staff, which
must be identified and subsequently
“recomposed” as professional-grade
profiles.

The employment service as a
profession

During the course of 1990, ANPE con-
ducted a number of studies of the job-
contents of its employees and their
skill-development  requirements.
Three major findings emerged from
this analysis:

1.The “employment profession”
must be thought of in terms of a
complex articulation between eco-
nomic, social and individual fac-
tors.

2. This demands knowledge drawn
fromawiderangeofdifferentfields

- An understanding of social and
economic factors requires a firm
grasp of: the firm as a socio-
technical system; the world of
work with its various occu-
pations, their specific skills, their
environment; the psycho-sociol-
ogy of job-seekers; the socio-eco-
nomic environment of the labour
market, career orientation, adult
training, laws and regulations
and other factors.

~ Responding to the individual
needs of an employer or job-
seeker requires; an aptitude
for interpersonal relations, and
knowledge of the techniques of
motivation and the mediation of
information from the world of
work.

3. Developing the skills required for
work in the field of employment

requires alternating periods of
practical experience and training.
Skill acquisition includes three
main elements:

— Permanent, on-going training in
all skill areas. Knowledge of just
one area is clearly inadequate,
indeed neglecting even a single
field (e.g. the socio-economic en-
vironment of the labour market
or the firm) leads to the imple-
mentation of ineffective mea-
sures. Thus, even for relatively
simple tasks, a minimum level of
competence in all areas is re-
quired, while dealing with more
complex situations clearly de-
mands a higher skill level in all
areas.

- Active professional experience
combined with training meas-
ures. The various work situa-
tions all help in their different
ways to maintain, update and
enrich the acquired body of
knowledge. In this way the
ANPE employee develops a ref-
erence model built on experience
and continuous contact with the
world of work'.

— Teamwork, which enables staff
to draw on the skills and know-
how of more experienced col-
leagues, facilitates the exchange
of work-related ideas and miti-
gates the causes of stress.

Professional grades at ANPE

Our analysis of the process of skill
acquisition and development led on
logically to the specification of three
occupational categories or grades,
the goal being to promote further the
professional skills required for
ANPE to meet the aims with which it
has been entrusted. The entry re-
quirements to the three categories
are: the baccalauréat (18+ school quali-

1 Training programmes for ANPE employees, incorporating
both theory and practice. currently last between 18 and 24
months.
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fication); the baccalauréat plus two
years in tertiary education; and the
university degree (licence). The pro-
fessions are as follows:

Advisory assistant
(conseiller adjoint de I'emploi)

The role of the advisory assistant is,
either alone or together with an advi-
sor, to provide services for employ-
ers, job-seekers and employees, pro-
viding them with the specific infor-
mation each requires.

Major responsibilities include: ini-
tiating information events and work-
shops, and organising the exchange
of information on a wide range of
subjects; participating in activities
linked to measures for job-seekers,
firms or whole industries.

Employment advisor
(conseiller de I'emploi)

The employment advisor provides
services for employers, job-seekers
and employees, mediates informa-
tion and/or offers assistance with
decision making.

Main responsibilities include: in-
formation exchange in face-to-face
interviews or group discussions on
all matters relating to ANPE ’s tasks,
particularly on the nature of various
professions or setting out job applica-
tions on the labour and training mar-
kets etc. Advisory services are also
required by employers to ensure that
their job offers are passed on and
vacancies filled as quickly as possi-
ble. The advisor may help to select
applicants. Offering advice to job-
seekers and employees, helping them
to gain a clearer idea of their career
and training plans and prospects and
to develop an individual method of
job search.

Principal employment advisor
(conseiller principal de I'emploi)

The principal employment advisor is
charged with the organisation and
implementation of all services and
measures available toemployers, job-
seekers, employees and ANPE part-
ners, by means of individual counsel-
ling, orientation interviews, and ap-
propriate information exchange,

which could make it necessary to set
up specific plans of action.

The main area of responsibility lies
in exchanging information via face-
to-face interviews or group discus-
sions. In addition to the tasks of an
employment advisor (see above), the
principal advisor must also establish
close contacts with employers (at
firm or industry level) in order to
analyse, define and meet their short
to medium-term labour require-
ments, and/or to design and devel-
op, where necessary, specific action
plans in conjunction with employers.
Further, the principal advisor offers
career advice and orientation for job-
seekers and employees, supporting
them in their attempts to develop ca-
reer plans. This involves person-to-
person orientation work and the use
of training plans. Finally, he or she
must be able to draw up and imple-
ment plans of action.

Netherlands

The First Year of the
New Labour Market
Authority

The 1991 annual report of the Dutch
labour market authority reveals that,
inthefirstyearafterthereorganisation
of thelabour market authority into an
autonomous organisation run on a
tripartite basis by the social partners
and thestate,thenumberofsuccessful
job placements rose only slightly on
the previous year (129,247 in 1991
compared with 127,509 in 1990).
The new regional labour market
authorities have worked very hard to
establish a regional organisation and
to develop a new policy approach.
However, the annual financial report
for1991 showsthat they did notin fact
deploy all the financial resources at
their disposal. 195 million guilders
were taken over into the 1992 budget.
Negotiations are still under way with
the Minister for Labour concerning
thedeploymentof90millionguilders.

A central element in the new policy
approach in the 28 regions is a new
form of cooperation with other or-
ganisations:cooperation, afterall,isat
the heart of active labour market
policy. This has manifested itself in
cooperation agreements both with
branches and sectors — by means of
which the labour market authority is
seeking to solve the problem of hard-
to-fill vacancies—and withintermedi-
ary institutions assisting job-seekers
with further training and retraining.
The links with the social insurance
institutions have also been further
intensified. Anumberof projectshave
been initiated which will ensure that
vacancies for skilled positions are
filled with appropriate job-seekers.

The target had been to fill 142,000
vacancies in 1991: the actual figure of
around 129,000 represents a 91% suc-
cess rate. Of these 129,000 vacancies,
79% were taken by unemployed per-
sons. The employment offices man-
aged to place around 31,000 long-
term unemployed, almost 11,600 eth-
nic-minority workers and 44,300
women, meeting 76%, 108% and 97%
of the planning targets for these
groups respectively.

Some 60,600 intensive advisory in-
terviews with the long-term unem-
ployed were conducted in the em-
ployment offices; about 6,500 long-
term jobless attended so-called “job
clubs”. Of those in receipt of these
types of support 80% found a job and
10% took part in training and work-
experience projects. A further 22,239
job-seekers received career advice
from the employment offices. Some
31,000 were given medical guidance.

The vocational training centres
provided training for 27,250 workers,
of whicharound 7,000 werelong-term
unemployed, 3,000 from ethnic mi-
norities and almost 7,000 women.
Approximately 78,000 received fur-
ther training under the programme
“Framework Regulation on Train-
ing”.

Since 1 January 1991 new licensing
procedures for job placement and for
temporary work agencies have been
in force. Applications were made for
723 licences for job placementand 327

16
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for temporary employment agencies.
By the end of the year a large propor-
tion of these applications had not yet
been granted.

Netherlands

New Regulations Con-
cerning Job Placement

in the Arts and Enter-
tainment Sector and in
Professional Sports

From the start of 1993 all orga-
nisations offering a job placement

service in the arts and entertainment
sector and in professional sports re-

quire a licence entitling them to place
workers on “flexible” employment
contracts (for a definition of flexible
employment contracts cf. iMi39). Pre-
viously a licence was only required in
these sectors to place workers on per-
manent employment contracts.

This new regulation comes as no
surprise. As early as 1991 — on the
introduction of the employment law
- it was noted that job placement for
artists of all types and sporting pro-
fessionals should be subject to the
same conditions as apply to other
workers.

Placement organisations in thearts
and entertainment sector include
theatre agencies, impresarios, artists’
agencies, management agencies etc.
Placement is not restricted to the likes

Special Categories of Workers

France

Impact of the “Pro-
gramme 900,000” for the
Long-Term Unemployed

The public employment service was
commissioned by the government to
conduct intensive advisory inter-
views with around 900,000 long-term
unemployed persons between Feb-
ruary and October 1992,

ANPE, the labour market author-
ity, was asked to contact and inter-
view 750,000 long-term unemployed,
the Association for Adult Education
(AFPA) and various youth organisa-
tions (Youth Advisory, Care, Infor-
mation and Orientation Centres— ML
and PAIO) were each to invite 80,000.

These initial interviews provided
the opportunity to offer the long-
term unemployed a job, a place on a
training scheme, a reintegration pro-
gramme or a community activity, ac-
cording to their needs (cf. iMi 39).

A number of studies have been

conducted to assess the impact of this
programme, including:

- asurvey of 10,000 job-seekers, who
wereinvited to attend an interview
at a consultancy institute (Cabinet
MERCER);

- personal interviews with repre-
sentatives of the leading actors —
local employment offices, psycho-
technical centres run by the AFPA,
the advisory network for young
people —in five employment-office
districts, conducted by the Cabinet
MERCER;

- the evaluation of 2,000 ques-
tionnaires tracing the biography of
long-term unemployed partici-
pants in the scheme (by the consul-
tancy firm 3 D);

~ analyses of labour market develop-
ments by ANPE, and discussion of
ANPE’s proposed follow-up meas-
ures.

Preliminary results

From February until the end of Octo-
ber 1992 ANPE concentrated on tack-
ling those among the long-term un-
employed who had spent a particu-

Placement

of sculptors, artists and musicians,
but also includes technical staff such
as light and sound engineers.

In professional sports placement is
usually organised by executives, ad-
visors, managers and commercial
agencies. Employment services in
this sector are used both by profes-
sional sportsmen and women and by
sport-related technical staff.

Organisations already active in
these sectors can apply for a place-
ment licence from the Central Labour
Market Authority (CBA)before1July.
Provided that the application is made
on time, such agencies may continue
to work without a licence for the time
being. New organisationsin thisfield,
however, can only start operations
after a licence has been granted.

larly long period on the unemploy-
ment register. More than 1 million
job-seekers were interviewed.

Between June and April 1992 the
number of long-term unemployed in
France fell by 56,000 (or 6%) to
881,600 on seasonally adjusted fig-
ures, while in other countries long-
term unemployment rose during the
same period.

Between January and October
768,000 persons left the register of the
long-term unemployed, 33% the
same period the previous year (cf.
Table 6).

This fall was particularly marked
among those registered unemployed
for more than three years; the number
in this group fell from 199,000 at the
end of 1991 to 168,000 in October 1992
(cf. Figure 1).

Despite the accelerated rise in the
rate of exit from long-term unem-
ployment, the overall level — some
894,000 on non-seasonally adjusted
figures — remains high (cf. Table 7).

Dueto the deterioration in the state
of the labour market during 1991, a
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total of 770,000 new entries into long- . R
term unemployment were registeregd Table 6: Exits from long-term unemployment (in the
between January and October 1992. first 10 months of 1992 and 1991)
This averages out at 77,000 per Difference
month, 16% up on the same period 1992 1991 1992/1991
the previous year Total exits 768,000 578,000 + 190,000
If. h th P ram Reemployment 362,000 291,000 + 71,000
, however, the —lTogramme — without CES 250,000 223,000 + 27,000
900,000 had not been implemented, _ with CES 112,000 68,000 + 44,000
the current level of long-term unem- Further training 124,000 94,000 + 30,000
ployment would have been 120,000 Withdrawal from labour
to 150.000 higher market participation 184,000 149,000 + 35,000
’ & : Removal from register 64,000 15,000 + 49,000
Interviews Other 34,000 29,000 + 5,000
ervie

Between 1 February and 31 October
1992 the public employment service
conducted a total of 1,030,000 inten-
sive,individualinterviews;85% were
held by ANPE, 8% by AFPA and 7%
within the network of local advisory
and support centres for young people
(ML, PAIO).

These individual interviews made
it possible to reestablish contact with
job-seekers who had had no links
with the public employment service
for several months or even years pre-
viously. They provided an opportu-
nity to determine individual prob-
lems and needs, thus constituting a
vital initial step in the efforts being
made to reintegrate the long-term
unemployed.

— More than 70% of the interviewees

Figure 1: Persons registered unemployed for more than three
years

210,000

200,000

190,000

180,000

170,000

160,000
JAJ OJ AJ OJAJ OJ AT O

1989 1990 1991 1992

were offered a place on a reinte- ]
gration scheme. Table ’Z: Long-term unemployed (in lOctober 1992)
. . Duration o 1-2 years 2-3 years More than Tota Long-term unemployed
- For 18% of the ]ob-seekers inter- unemployment 3 years number as a % of total registered
viewed direct contact to an em- unemployment
ployer was arranged. Age
— 17% received an offer of training or under
a career plan or help in flndlng 25 93,200 17,000 6,200 116,500 14.9%
work 25-49 363,200 113,900 105,500 582,500 31.4%
) 50
- 12% received a so-called employ- | and older 93900 42700~ 58000 194,600 52.2%
ment solidarity contract (contrat Men 258,600 77,500 74,100 410,200 28.1%
emploi-solidarité - CES) offering TWOHI‘P-“ ;glligg 132'188 123/200 483,400 31.3%
Community work. ota 0, 6 ,600 893,600 29.7%
. (not seasonally adjusted)
- 5% were passed on to social sup-

port institutions or the social serv-
ices.

- 20% were invited to additional in-
terviews which dealt in greater de-
tail with the job-seeker’s indi-
vidual employment options.

“discouraged workers”. However,
there were also job-seekers who
had both experience and qualifica-
tions suitable for employment on
the labour market, but forwhomno
jobcould be found intheshortterm.

Measures planned for 1993

To continue with and intensify the sup-
port for the long-term unemployed on an
individual basis

ANPE, in particular, will offer inten-

— No immediate solution could be
found for28% of thoseinterviewed.
This was true in particular of the
majority of the over-50s inter-
viewed, many of whom are clearly

Table 8 provides a detailed overview
of the results of the 1,030,000 inter-
views conducted with the long-term
unemployed.

sive, on-going support. The local ad-
visory and support centres for young
people, which made an important
contribution to the Programme
900,000 with regard to young long-

18
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term unemployed, are also being
called on to maintain their efforts
with further interviews and support
measures for this group.

To develop further the links between
ANPE and private firms

The aim is to increase the number of
vacancies registered with ANPE by
20% in 1993.

To improve preventative work aimed at
avoiding long-term unemployment

This will be done by means of system-
atic interviews, conducted by ANPE,
with job-seekers who have nothad an
offer of a job or training for more than
six months.

ANPE will receive support in this
task from the following;:

— the creation of 400 new jobs in 1993
in addition to the 100 already
planned at ANPE in the budget
proposal;

— 200 national-service recruits witha
university education, who will be
allocated to local employment of-
fices in order to help trace vacan-
cies;

— the 120 jobs created in 1992 in the
local advisory and support centres
for young people (ML, PAIO) are
to be retained.

To support reintegration at local level

The support centres (cellule d'ani-
mation) set up in town halls across the
country are to bring into the support
network not only representatives
from ANPE’s usual partners, but also
representatives of the ministries of
social services, youth and sport, of
the authorities responsible for the so-
called reintegration minimum in-
come (RMI), and of the Ministry of
Education. Local “Forums” are to be
set up at which employers offering
contracts for community work can
meet interested job-seekers.

To improve the support for those whose
employment solidarity contracts have
ended

To this end each Département will
have one or more members of staff
responsible for organising reintegra-
tionmeasures for those long-term un-

Special Categories of Workers

Table 8: Results of interviews with long-term unemployed

(31 October 1992)
Proposals:
Total face-to-face-
interviews with long-
term unemployed 1,030,000
@ Job placement 185,000
@ Further training 95,000
® Community work 125,000 | |
@® Other measures 335,000
of which:
— Career plan 80,000
- Social-service support 50,000
— Futher interviews 205,000
® No immediate proposals
made 290,000

employed whose employment soli-
darity contracts are coming toanend.
100 fixed-term jobs have been created
for this purpose.

To encourage and extend sponsorships
for the long-term unemployed on re-
integration courses

The sponsors are managers and ex-
ecutives, either still active or in early
retirement, who are either “lent out”
by the firm or will be employed under
a contract with intermediary organi-
sations, whose aim is to reintegrate
the unemployed through the produc-
tion of marketable goods or services.

To complete and modify instruments of
reintegration

Geographical-mobility support, in
the form of a lump-sum payment,
will be placed at the disposal of local
employment offices. These resources

Total exits: 160,000
Withdrawal from active participation:
(retirement, no further

job search etc.) 140,000
Other reasons for removal

from ANPE register

(death etc.) 20,000
Reintegration

(actual or imminent) 610,000
of which 335,000
Reintegration measures 335,000
Reemployment: 170,000
Community work under a

CES contract 80,000
Further training 85,000
Process of reintegration under

way 275,000
of which:

Waiting for job or CES 40,000
Waiting for a place on a training

scheme 20,000
ANPE service provided or

imminent 75,000
Passed on to social services 70,000
Waiting for a further interview

and a concrete proposal 70,000
No immedjiate reintegration

solution found 260,000
Persons with serious personal, family-related
orsocial problems or persons whoseskill profile
does not match any of the jobs on offer.

can be used, for example, to reim-
burse long-term unemployed per-
sons who have taken a job ata consid-
erable distance from their home for
their travel costs during the first three
months at work, or to support long-
term unemployed moving to areas in
which labour is scarce.

The resources made available to
ANPE - FF 40 million — will enable
15,000 long-term unemployed to be
supported in this way in 1993.

ANPE plans to set up 230 “job
clubs” and 10,000 short-duration
courses, both aimed at helping job-
seekers find work.

Unemployed persons performing
community work under the employ-
ment-solidarity programme will re-
tain their entitlement to housing ben-
efit for the first six months of the
contract.
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Toprovidegreater helpwith career orien-
tation for the long-term unemployed

ANPE will draw up a further 15,000
so-called “orientationbalances” and /
or “career balances”: the 150 contracts
offered to psychologists in 1992 are to
be extended. In addition, ANPE is to
offer an extended range of services to
help the long-term unemployed de-
velop their own individual career
project. 20,000 intensive orientation
measures and an evaluation of the
occupational qualifications of 25,000
long-term unemployed are to be real-
ised in the course of 1993.

To help those at greatest risk

The individual aid offered job-seek-
ers suffering from a wide range of
social problems and requiring sup-
port from social services and institu-
tions will receive additional support
in 1993 (FF 50 million have been allo-
cated for this purpose in the budget
proposal).

Financing employment policy in
1993

The budget of FF 14.5 billion is to be
increased by 15%, enabling 287,000
traineeship places, 130,000 contracts
of reentry into working life (contrats
de retour 4 I'emploi) and 200,000 em-
ployment-solidarity contracts to be
provided in 1993. These compare
with figures of 245,000, 120,000 and
158,000 respectively for 1992.

Increasing support will also be
made available in the field of occupa-
tional training. A total of FF 8.8 bil-
lion is to be provided for this pur-
pose, 4.5 billion for the programme
for unskilled young persons alone
(Préparation Active d la Qualification et
a I'Emploi — PAQUE). Support will
also be offered for 140,000 appren-
ticeships and 105,000 training con-
tracts. On top of this come 130,000
places on various training courses,
and a large-scale programme for in-
dividual vocational training (crédit de
formation individualisé).

The funds earmarked for interme-
diate organisations seeking to rein-
tegrate the long-term unemployed by
producing goods and services for the
market have been stocked up by 80%.

Netherlands

Job Guarantee for Young
People Extended

Under the youth employment guar-
antee law, unemployed young per-
sons under 21 and unemployed
school-leavers up to 22 have after six
months’ unemployment — from 1
January 1993 - the right to a job. This
replaces earlier provisions which
guaranteed employment to unem-
ployed youngsters up to the age of 18
and forunemployed school-leaversto
21.

When the law was first introduced
(1September 1991) it was agreed that,
progressively, unemployed youthup
to the age of 21 and unemployed
school-leavers to 27 should have a
right to a job after six months” unem-
ployment. Each year the age restric-
tions for participation in the scheme
are raised. The most recent decision
means that the target group of unem-
ployed, non-school-leaving youth is
now fully covered by the job guaran-
tee.

Currently some 7,000 young per-
sonsare employed under the scheme.

United
Kingdom

Improving
Opportunities for People
with Disabilities

The disability symbol initiative, first
launched in 1990 by the Employment
Service (an agency of the Employ-
ment Department — see iMi 33) is
being given a new boost, as part of a
strategy to raise employers’ aware-
ness of the abilities and potential of
disabled people as employees.

Feedback from users of the dis-
ability symbol suggested that, al-
though it was welcomed by many
employers (around 700 use it at pre-
sent), others felt that it needed a more

clearly defined message to show
what employers would do and what
disabled people could expect of
them. The Employment Service has
responded in two ways.

First, from 1 June 1993, all employ-
ers using the symbol will be required
to make the following five commit-
ments to action:

~ To interview all applicants with a
disability who meet the minimum
criteria for a job vacancy and con-
sider them on their abilities;

— To ask disabled employees at least
once a year what can be done to
make sure they can develop and
use their abilities at work;

— Tomakeevery effort whenemploy-
ees become disabled to make sure
they stay in employment;

— To take action to ensure that key
employees develop the awareness
of disability needed to make their
commitments work;

- Eachyear, to review these commit-
mentsand what has been achieved,
plan ways to improve on them and
let all employees know about pro-
gress and future plans.

An employer’s use of the symbol re-

mains a voluntary decision and em-

ployers will monitor their own prac-

tices and progress in implementing

their commitments, with help and

advice from the Employment Service

Placing, Assessment and Counsel-

ling Teams (PACTs) where needed.

PACTswill offera supporting service

to symbol users, including:

— practical advice about putting the
commitments into practice

- a speedy response to vacancies to
help employers recruit someone
with a disability

— access to expert guidance, if an
employee becomes disabled

- advice and individual help to get
special equipment or adapt the
work environment

— advice on developing disability
awareness.

Second, the symbol is now sur-
rounded by the message “‘positive
about disabled people”; this means
that whenever the symbol appears,
its subject is clear.
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The disability symbol initiative is,
however, just one aspect of the Em-
ployment Service strategy to im-

Miscellaneous

prove employment opportunities
available to disabled people. Devel-
opment work with employers is car-
ried out by PACTs and by the Major
Organisations Development Unit
(MODU), using an approach based
on the Code of Good Practice on the
Employment of Disabled People. In
1992, a national newspaper cam-
paign was mounted to inform em-
ployer attitudes by innovative pres-
entation of people with disabilities in

Greece

Financial Independence
of the Trade Unions

Law no. 1915/1990 (decree no. 7) in-
stitutionalised the financial inde-
pendence of the unions and abol-
ished state interference in their inter-
nal affairs. With the passing of this
law a long-standing demand of all
Greek political parties and trade un-
ion organisations was fulfilled.

In practice, however, it became
evident that the adaptation of the sys-
tem of self-financing to the promo-
tion of union aims was encountering
considerable difficulties.

Overcoming these problems is the
aim of law no.2091/1992, the result of
lengthy negotiations between the top
rank of the labour ministry and
representatives of the social partners.

Specifically, the new law provides
for the financing of certain spending
items of branch-level and central un-
ion associations out of contributions
to the Workers’ Fund (“Organismos
Ergatikis Estias”): up to 10% of this
Fund, which is administered on a tri-
partite basis, can be used in this way.

Under this new law the Fund paid
out more than 580 million drachma
from its reserves in 1992 in order to
meet outstanding financial obliga-
tions run up by central and branch-
level union organisations under the
existing law passed in 1990.

United
Kingdom

Trade Union Reform
and Employment Rights
Bill

The Trade Union Reform and Em-
ploymentRights Billwasintroduced
into Parliament in November 1992.
The Bill has two main objectives.
First, it aims to strengthen the rights
of the individual — the employment
rights of people at work and the
democratic rights of trade union
members. Secondly, it is designed to
increase the competitiveness of the
economy and remove obstacles to
the creation of new jobs. These meas-
uresbuild onthe Government’sstep-
by-stepreformofindustrialrelations
legislation since 1979.

employment. Work is beginning ona
new video on this theme. The work of
the Employment Service is also en-
hanced at local level by the efforts of
60 voluntary committees, known as
Committees on the Employment of
People with Disabilities (CEPDs),
who use the skills and contacts of
their members to build up employer
interest and promote action to em-
ploy and retain people with disabil-
ities.

The Bill is currently before Parlia-
ment, and is expected to be in force by
the Autumn of 1993.

This Billis the largest Employment
Bill brought forward since 1975. Its
detailed provisions include:

— greater freedom for individuals to
belong to the trade union of their
choice;

— ensures trade union subscriptions
are deducted from employees pay
only with their express consent;

- a framework for more flexible
management of the Careers Serv-
ice;

- winding-up the last remaining
Wages Councils.

The Bill also implements the Proof of

an Employment Relationship Direc-

tive, and the employment protection

aspects of the Pregnant Workers Di-

rective and the Health and Safety

Framework Directive.

Rough currency conversion rates

One European Currency Unit (ECU) was roughly equivalent to the following amounts
of national currencies in February 1993: )

Belgium BFR 40.32
Denmark DKR 7.55
Germany DM 1.96
Greece DRA 261
Spain PTA 139
France FF 6.63
Italy IRL 0.80
Ireland LIT 1,815
Luxembourg LFR 40.32
Netherlands HFL 220
Portugal ESC 177
United Kingdom UKL 0.82
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Self-Employment and
Labour Market Policy
in the European
Community

Nigel Meager*

Self-employment in the EC has ex-
panded considerably in recent years,
growing from 12.7 million in the nine
member states of 1975, to 15.5 mil-
lion in 1989, whilst the share of self-
employment in total employment
grew from 12.6% to 14.1%. The expe-
rience of individual member states,
however, was extremely varied. Fig-
ure 1 shows trends in four countries
(Denmark, France, Germany and the
UK) studied in the research? on which
this article draws.

These trends diverge sharply after
1979, with self-employment growing
strongly in the UK at one extreme,
and continuing to fall in Denmark at

the other (the remaining EC countries
also exhibit considerable variation,
although none match the UK and
Danish extremes). This variety oc-
curred despite a common policy
stance increasingly supportive of
self-employment, influenced by the
trend to industrial and labour market
deregulation, and a belief that small
businesses were an engine of job crea-
tion (all member states introduced
labour market programmes de-
signed to encourage self-employ-
ment). Why were the trends so var-
ied? Recent research® suggests that
several factors are involved, includ-
ing:
1. The economic cycle:
Growing unemployment may
“push” people to enter self-em-
ployment, but equally, thriving
small businesses may require a
growingeconomy. Thesetwoinflu-
encesactinoppositedirections,and
their net effect is indeterminate.

Figure 1: EC self-employment trends 1973-89 (all sectors)

Total self-employment (1975=100)
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160
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1973 1975 1977 1979

Source: European Labour Force Surveys

2. Structural change:

The shift from manufacturing to
service employment in EC nations
has contributed to growing self-
employment, due to the higher
rates of self-employment in the
service sector.

3. Changes in employer behaviour:

The “contracting out” of service
functions, the growth of fran-
chising and similar developments,
may contribute to self-employ-
ment growth.

4. Changing demographic structures:

Propensities for self-employment
vary between different types of in-
dividual. Hence, factors such as
growing female economic activity
and an aging population have in-
fluenced the overall self-employ-
ment level.

5. Attitudinal change:

In the UK, in particular, it has been
argued that the post-1979 Thatcher
government’s policies, aimed at
creating an “enterprise culture”,
led to attitudinal change favour-
able to self-employment.

Recent evidence suggests, however,
that these factors alone are insuffi-
cient to explain the divergent self-
employment trends. Their combined
effects are mediated both by labour
market policy, and by a range of legal
and institutional factors, which can
help explain differences between
countries which might otherwise
have rather similar self-employment
trends.

* Institute of Manpower Studies, University of Sussex,
Brighton.

1 Namely: Belgium (B}, Germany (D), Denmark (DK), France
(F), Italy (I), Ireland (IRL), Netherlands (NL), United King-
dom (UK).

2 Conducted in 1992 at the Wissenschaftszentrum Berlin
(WZB) under the MISEP programme.

3 See Acs et al. 1992; Meager 1992; Meager ef al. 1992; OECD
1992.
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Self-employment flows

A full understanding of recent trends
requires analysis of entries to and
exits from self-employment. Such
data can be constructed from the Eu-
ropean Labour Force Survey (ELFS),
showing much higher rates of flow in
some countries (e.g. the UK) than in
others (e.g. Germany). They also re-
veal differences between the sources
of self-employment inflows; in all
countries, wage employment is the
largest source of new self-employed,
but its relative importance varies
from 31% of the inflow in Spain to
75% in Germany. The importance of
unemployment as a source of self-em-
ployment inflows also varies; in the
1980s, in all EC countries except Ger-
many, the unemployed had a greater
probability of entering self-employ-
ment than did the employed or eco-
nomically inactive.

Figure 2 shows flow rates from
unemployment to self-employment
in the four countries. Most notable is
the difference between Germany at
one extreme and the UK at the other,
and the upward trend in the UK.
These data do not confirm a simple
“unemployment push” explanation,
however; in the UK, for example, the
inflow rate increased throughout re-
cession and subsequent economic
growth over 1982-89. Fuller explana-

Figure 2: Entry rate to self-employment from unemployment
% of unemployed entering self-employment during year

6

—_——
——

1982-3
Source: ELFS

tions must, therefore, consider other
influences on self-employment in-
flows, including policies recently in-
troduced to encourage the unem-
ployed to become self-employed.

Labour market policies for self-
employment in EC countries

Table 1 shows that self-employment
are a small but growing component
of labour market policy expenditure.
Their scale varies; Spain and Greece
have the largest schemes, and Den-
mark, Germany and Belgium the
smallest. They consist of payments

Table 1: Self-employment schemes for unemployed
as % of total labour market policy expenditure

1985 1986 1987 1988 1989 1990 1991
Spain 1.67 5.61 6.02 6.84 6.80 6.0 59
Greece 0.00 0.00 0.00 5.05 * 6.5 4.9
United Kingdom 1.03 1.31 1.88 2.19 227 1.6
Portugal * 0.97 1.89 1.95 1.80 24 13
France 1.43 1.49 1.24 1.10 1.10 0.8 *
Ireland 1.49 1.48 1.02 0.74 0.70 0.5 0.5
Denmark * 0.21 0.36 041 0.55 1.2 1.5
Germany 0.00 0.06 01 0.35 0.15 0.1 0.2
Belgium 0.00 0.00 0.38 0.29 0.30 0.3 *
EC9 0.88 1.31 1.41 1.61 1.50 14 *

* = indicates data not available

Source: OECD and own calculations. Italicised figures are separately constructed from
OECD expenditure ratios, and may be less precise than the other figures. In most countries,
the maximum margin of error is between 0.1 and 0.2 percentage points; in the UK 0.3

percentage points; and in Greece and Portugal 0.5 percentage points.

(in lieu of unemployment compensa-
tion) to those unemployed who be-
come self-employed. Even if the net
job-creation effect is small, after al-
lowing for deadweight and displace-
ment (see below), the net cost per job
created is also small compared with
many other labour market policies.

Evaluation issues

Comparative evaluation of these
schemes across the EC raises four
important issues:

1. Scheme objectives:

Evaluation should take account of
the underlying objectives. Is the
scheme’s sole purpose to reduce
unemployment, or is the creation
of an “enterprise culture” a specific
aim? Are there other objectives
(e.g. impact on labour supply qual-
ity)? Does the scheme aim to avoid
the generation of low-paid activity
(as in Germany), or does it support
such creation (as in the UK*)?
2. Deadweight:

Deadweight is a risk in such
schemes, since some participants
might have entered self-employ-
ment even without a subsidy.
Short-term deadweight in the UK
scheme, for example, may be as
high as 40% (see PA Cambridge

4 AsOwen (1989)notes, the low earnings of participantsin the
UK'’s scheme were seen as an advantage because of their
contribution to reduced wage pressure in the economy.
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Economic Consultants 1990),
although doubt has been cast on
survey-based estimates. Surveysin
other countries suggest lower
deadweight; only 17% of Danish
scheme participants, for example,
would definitely have become self-
employed without the scheme (see
Rosdahl and Mzrkedahl 1987).
The larger the deadweight, the
smaller the scheme’s net effect, and
a key evaluation issue, therefore, is
which schemes have higher dead-
weight, and why.
. Displacement:
Some subsidised businesses may
displace existing businesses; the
larger the displacement, the
smaller the scheme’s net impact.
Displacement is hard to estimate,
and surveys of participants are

unreliable here. In the UK, dis-
placement has been assessed at
50%, but this is a “guesstimate”,
and in the only detailed study of
displacement (Hasluck 1990), in a
local labour market, displacement
in the hairdressing sector was close
to 100%. Displacement varies by
sector, and tends to be higher in
crowded markets with low entry
barriers.

. Differences in scheme design and im-

plementation: scheme

Performance is influenced by a
number of scheme design factors
including:

a) Eligibility: some countries (e.g.
Germany, the UK and Ireland)
exclude very short-term unem-
ployed, whilst others (Portugal

and Denmark) confine eligibility
to the long-term unemployed
(Denmark also imposes an age
criterion). Broad eligibility does
not mean broad participation,
however, and studies from sev-
eral countries show that even
where all unemployed are eligi-
ble, participants are concen-
trated amongst better qualified,
male, unemployed with short
durations of unemployment.
There seems to be an important
trade-off here: schemes with
wide eligibility risk high dead-
weight, whilst schemes targeted
at disadvantaged groups have
lower deadweight, but poorer
survival rates.

5 In Denmark, eligibility was widened to include short-term

unemployed in 1989.

Table 2: Summary of self-employment schemes for the unemployed in four EC member states

Germany

France

UK

Denmark

Name of scheme

Uberbrickungsgeld

Aide aux chdmeurs
créateurs d’entreprises

Enterprise Allowance Scheme
(Business Start-up)

Tvaerksztterydelsen

Date introduced 1986 1979/80 1983 1985
Elgibility Registered unemployed (after 11 All receiving or entitled to Unemployed for at least 8 Long-term unemployed over 25
weeks; reduced to 4 weeks in 1988). unemployment benefits weeks and receiving unem- (unemployed at least 21 months
No legal entitlement (Bundesanstalt (recently extended to include ployment/supplementary and had 1 statutory “job offer”).
fiir Arbeit can operate budgetary recipients of other welfare benefit (family credit). From Revised 1989 to include LTU
ceiling for scheme). benefits). 1991 hmit reduced to 6 weeks, under25(12monthsunemployment
and local Training and and 1 job offer), and others with
Enterprise Councils (TECs) at least 5 months unemployment.
have discretion on rules.
Form of support Moenthly allowance Capital grant Weekly allowance Monthly allowance
Rate of payment Equivalent to previous benefit Between FF.10,750 & 43,000, Flat rate of £40 per week. 50% of maximum unemployment
entitlement (ceilings introduced (falls with length of unem- From 1991, individual TECs benefit (up to a ceiling of
and progressively reduced ployment); plus exemptions have discretion to vary DKr.54,000 p.a.)
scheme revision in 1988), plus from some social security payments (from £20-£90 per
contributions to social security payments. (Extra grant if new week),
costs. enterprise creates jobs).
Duration of Up to 3 months, Up to 6 months On-off payment Up to 52 weeks. From 1991 Up to 35 years.
payments from 1988; and duration of pay- TECs have discretion to vary
ments increase with duration payment period (from 26 to 66
of unemployment. weeks).
Conditions for Must have proposal approved by No restrictions initally Must have £1,000 own capital. No specific restrictions on
receipt of competent authority (bank, chamber Since 1987, applicants must Must work for at least 36 hours applicants, or type of business.
payment of commerce, professional assoc. fill in detailed questionnaire, per week. New business must No own capital requirements.
etc); business must guarantee and are vetted on the likely be the whole investment. Some
likely minimum income viability of their proposed “unsuitable” business activities
of DM 3,400 p.m. business. excluded. From 1991 TECs can
vary criteria, e.g. to require
approved business plan.
Support None tied to scheme, but parti- None tied to scheme, but “Awareness day” prior to entry. Recipients have option of
mechanisms cipants eligible for wide range participants eligible for Participants visited at least once participating in special courses
of support through chambers of normal state-funded business by officials in year. Option of for new entrepreneurs at tech-
commerce etc. advice etc. 3 free business counselling sessions nical or commercial schools.
in year.
Number of 1986: 5,728 1979. 9,200 1983/4. 27,600 1985: 409
participants 1987 9,996 1986: 71,577 (peak) 1987/8: 106,300 (peak) 1987: 1,008
1988: 17,985 1990. 49,316 1990/1: 60,300 1989: 5,508
1989: 11,242 1991: 44,100 1990: 5,641
1990: 12,742
1991: 11,324

Survival rates

Not available, but of scheme
participants in 1987, some 8% were
unemployed by May 1988. Figure
for 1988 participants was 6%.

After 1 year about 85% still
trading. After 2 years 75%.
Highest survival in con-
struction and manufacturing,

lowest in commercial services.

Of those who complete 12 months
on the scheme, about 3/4 survive
a further 6 months, and about
2/3 survive a further 2 years,

About 76% of starters in 1989
were 1n business 2 years later.
Earlier studies show that about
29% of participants do not survive
the 3.5 years of eligibility.
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b) Mode of payment: someschemes
(France and Spain) pay a lump-
sum grant in advance, but most
pay aregularallowance to partici-
pants. There is little difference
between the two from a cost
viewpoint, but they may attract
different types of participants
(e.g. a grant might attract those
who would not otherwise enter
self-employment), and may in-
fluence the types of activity en-
tered. A common criticism of the
UK scheme (anallowance) is that
it encourages entry to (mainly
service sector) markets with low
entry-barriers, but with low sur-
vival and high displacement
rates. A key question, therefore,
iswhetheragrant-based subsidy
helpstoachievea “better” overall
sectoral distribution.

¢) Support and training: the exist-
ence of appropriate support and
training for scheme participants
may weaken the trade-off be-
tween deadweight and survival
identified above.

d)Scale and duration of payments:
is it more effective to spend a
given budget on a small number
of participants receiving a rela-
tively large payment for a long
time, or to spread funding more
thinly, with more participants,
smaller payments and shorter
payment durations?

Evaluation methodologies and
findings

Ideally, evaluation would involve
control-group experimental ap-
proaches, asinthe USA (see Wandner
and Messenger 1991). In most EC
countries, however, evaluation has
usually been conducted ex post, in-
volving (1) follow-up surveys and
analysis of scheme administrative
data, or (2) aggregate impact studies.

The first of these is the most com-
mon, its main drawbacks being a lack
of comparisons of non-scheme en-
trants to self-employment, and a reli-
ance on participants’ perceptions to
identify deadweight and displace-
ment. The second (less common) ap-
proach is to identify the effects of the
schemes in aggregate data, control-
ling for other influences. Cross-sec-
tional analysis — examining scheme
impact at a point of time across coun-
tries (Meager 1992) — shows that
countries with larger schemes also
have higher entry rates from unem-
ployment to self-employment, sug-
gesting that the schemes have some
effect and that deadweight is less
than 100%. There are few studies
looking at scheme impact over time
within a single country, but Johnson
et al. (1988) found weak evidence for
a positive effect of the UK scheme on
aggregate self-employment, and an-
other Meager (1992) suggests that the

Figure 3: Self-employment programmes

sectoral composition 1987-89; % in production industries
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German scheme has a significant im-
pact on the flow rate from unemploy-
ment to self-employment, and that
deadweight may be relatively low.

A third approach, adopted in the
research reported here, compares
ELFS data on the characteristics of the
newly self-employed, with data on
scheme participants to provide
insights on the performance of four
countries’” schemes (Germany,
France, the UK and Denmark), whose
main features are summarised in Ta-
ble 2. Key differences are: the large
scale of the UK and French schemes;
the fact that the French scheme is
grant-based, whilst the others are al-
lowance-based subsidies; the initial
focus of the Danish scheme on the
long-term unemployed (later wid-
ened); the wide eligibility of the UK
scheme, and (until 1987) the French
scheme, as against the stricter criteria
of the German scheme. Of the three
allowance-based schemes, the UK is
the smallest (the maximum total pay-
ment under the scheme was 3,016
ECU in 1988) and the Danish the larg-
est (maximum receipt 23,800 ECU in
1988).

The German scheme has the most
stringent entry criteria; proposed
businesses must be externally as-
sessed, and must generate a specified
minimum income. This criterion may
discriminate against women who are
more likely than men to enter low
income, service activities such as
hairdressing and personal services
(often excluded from the German
scheme by the income requirements).
ELFS data (Meager 1992) confirm
that women are relatively under-rep-
resented in the German scheme, com-
pared with their share in the overall
flow from unemployment to self-em-
ployment; whilst the UK and Danish
schemes donotdisadvantage women
to the same extent. We might also
expect that the restrictive eligibility of
the German scheme would result in
high deadweight and high survival
rates. In practice, the data do not
show higher than average dead-
weight, although the post-scheme re-
entry rate to unemployment (6-8%)
does suggest high survival rates. Low
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deadweight may be due to the sub-
sidy increasing with previous unem-
ployment duration, which when cou-
pled with strict criteria on business
viability, may increase survival rates
without increasing deadweight un-
duly (at the cost of reducing female
participation).

We can also compare the activities
of scheme participants, with those of
all new self-employed who were pre-
viously unemployed (Figure 3). The
UK scheme (EAS) has an over-repre-
sentation of small-scale service ac-
tivities (consistent with the notion
that allowance-based schemes em-
phasise activities with few entry bar-
riers and low capital requirements).
By contrast, manufacturing is over-
represented among German scheme
participants, and Meager 1992 shows
that manufacturing accounts for a
higher share of German self-employ-
ment than in other EC countries, but
that the unemployed are disadvan-
taged in entering the sector. It seems
that Uberbriickungsgeld helps redress
that imbalance, with its relatively
generous support, and strict scrutiny
of eligible businesses (manufacturing
activities are more likely than serv-
ices to satisfy the minimum income
criteria). Finally, the French data sup-
port the notion that grant-based
schemes may shift the composition of
supported businesses away from
low-earning, service sector activities,
by helping to overcome entry barriers
to capital- intensive activities. French
scheme participants are heavily over-
represented in production activities.

Concluding remarks

To conclude, we would stress the
importance not only of policy, but
also of inter-country institutional dif-
ferences, in explaining self-employ-
ment trends. An Anglo-German com-
parison illustrates this, suggesting
that institutional differences make
UK self-employment more “dyna-
mic” than its German counterpart.
Despite recent deregulation, the
regulation of entry to some occupa-
tions on a self-employed basis, and
business start-up in general, remains
tighter in Germany than in the UK.

This is especially true in the Handwerk
(craft) sector, accounting for around
20% of non-agricultural self-employ-
ment. To enter self-employment in
Handwerk an individual must gener-
ally be a Meister (or employ a Meister),
have served an apprenticeship, and
have acquired certain post-appren-
ticeship experience and training.
There is no comparable requirement
in the UK. Further, it was easier for
the self-employed to obtain start-up
finance in the UK than in Germany in
the 1980s, when UK financial deregu-
lation led to a credit boom, with fi-
nancial institutions keen to lend to
potential entrepreneurs. This con-
trasts with a tighter German credit
environment, and is reinforced in the
UK'’s case by a high and growing rate
of home ownership, which, coupled
with fast house-price inflation, led to
a growth in personal wealth which
could be used as collateral for busi-
ness start-up loans. Lastly, it is clear
that the UK venture capital industry,
providing high-risk finance for entre-
preneurs is more developed than in
Germany, and expanded in the 1980s.

Such arguments are consistent not
only with ELFS evidence of lower in-
flow rates to self-employment in Ger-
many than the UK, but also with
lower outflow rates, implying that
the new self-employed were also bet-
ter placed to survive in self-employ-
ment in Germany than in the UK,
because they were better qualified,
morelikely to have had their business
scrutinised by a lending institution,
and more likely to have enjoyed pro-
tected markets in regulated sectors
(like Handwerk). Policy differences
reinforce the institutional differ-
ences; UK policy support has been
primarily directed towards start-ups,
whilst in Germany, existing small
businesses enjoy a wide array of cen-
tral and local government-funded
support and advice.

We have also seen that, as well as
supporting these institutional argu-
ments, ELFS data provide a new di-
mension to comparative evaluation
of self-employment schemes for the
unemployed. It seems that such
schemes are not purely “dead-

weight”; more unemployed people
enter self-employment than would
otherwise be the case. This does not,
of course, imply that the self-employ-
ment generated is sustainable. Nei-
ther does it imply that all scheme
designs are equally effective; our evi-
dence suggests that selective eligibil-
ity criteria and/or a grant-based
rather than allowance-based pay-
ment may help to shift schemes to-
wards the development of sustain-
able self-employment with signifi-
cant earnings potential (and perhaps
subsequent job-generation poten-
tial).

References

Acs, Z.,D. Audretsch and D. Evans (1922): The
Determinants of Variations in Self-Employment
Rates across Countries and over Time. Discussion
paper FSIV 92-3. Wissenschaftszentrum Berlin
fiir Sozialforschung

Gout, M. and C. Biichtemann (1987): Déve-
loppement et structure du travail “indépendant” en
R.F.A. Mimeo. Wissenschaftszentrum Berlin
fiir Sozialforschung

Hasluck, C. (1990): The Displacement Effects of
the Enterprise Allowances Scheme: A Local Labour
Market Study. Institute of Employment Re-
search, University of Warwick

Johnson, S., R. Lindley and C. Bourlakis (1988):
Modelling Aggregate Self-Employment: A Pre-
liminary Analysis. Institute for Employment
Research, University of Warwick

Meager, N. (1992): Self-Employment in the Euro-
pean Community: The Emergence of a New Institu-
tion and its Evaluation. Mimeo, presented at the
“Workshop on Labour Market Institutions in
Europe”, Berlin, December 1992

Meager, N., M. Kaiser and H. Dietrich (1992):
Self-Employment in the United Kingdom and Ger-
many. Anglo-German Foundation for the
Study of Industrial Society. London and Bonn

OECD (1992): Employment Outlook. Paris

Owens, A. (1989): Enterprise Allowance Scheme
Evaluation: 6-month National Survey. Em-
ployment Service. Sheffield

PA Cambridge Economic Consultants (1990):
Evaluation of Jobclubs and the Enterprise Allo-
wance Scheme. Cambridge, UK

Rosdahl, A. and 1. Meerkedahl (1987): Udda-
nelses og ivaerksaetterydelsen til langtidsledige. In-
stitute for Social Research. Copenhagen

Wandner, S. and ]J. Messenger (1991): From
Unemployed to Self-Employed: Self-Employment
as a Reemployment Option in the United States.
Mimeo. US Department of Labor, Employ-
ment and Training Administration. Washing-
ton, D.C.

26

inforMISEP  no. 41 / Spring 1993



STATISTICS

Starting with this issue, the MISEP secretariat will publish at regular intervals comparative statistics on labour market policies in the Member States
of the European Community. The series opens with a statistical overview of public spending on labour market policies by the Member States in 1991.

Public Expenditure on Labour Market Policy as % of GDP 1991"

Countries? B DK D GR E F IRL I L NL P UK EURI1

1. Public employment services 018 010 022 0.08 013 013 0.14 004 010 009 015 0.16
and administration

2. Labour market training 0.14 0.57 047 0.23 0.10 0.33 048 0.02 0.22 0.16 0.17 0.31

a) Training for unemployed
adults and those threatened

by redundancy 013 045 044 0.04 007 028 031 002 022 001 015 027

b) Training for employed adults — 012 003 020 003 005 017 — — 015 002 0.04

3. Youth measures — 027 0.05 0.04 0.07 021 043 011 007 015 018 012
a) Measures for unemployed

and disadvantaged youth — 027 004 — 007 008 029 006 001 — — 0.05

b) Support of apprenticeship
and related forms of general

youth training — — 0.01 0.04 — 014 0.14 005 005 015 018 0.08
4. Subsidised employment 059 0.09 024 0.14 045 007 028 002 005 006 003 017
a) Subsidies to regular employ-
ment in the private sector 0.4 — 0.04 0.07 0.12 0.03 0.01 0.01 0.02 002 — 0.04
b) Support for unemployed
persons starting enterprises 001 009 — 006 021 002 002 — — 001 003 004
c) Direct job creation
(public or non-profit) 054 — 020 0.01 012 001 025 001 003 002 001 010
5. Measures for the disabled 016 036 022 0.01 — 0.06 0.14 010 064 004 003 014
a) Vocational rehabilitation 005 023 013 0.01 — — 0.14 001 — 004 0.01 0.05
b) Work for the disabled 0.11 014 009 — — 006 — 009 064 — 002 0.09
6. Unemployment compensation 196 348 152 0.73 2.77 132 2.83 0.41 0.25 2.20 029 135 1.65
7. Early retirement for labour
market reasons 075 124 001 — — 056 — 0.53 — — — 0.20
Total 378 612 273 122 3,53 268 431 1.07 328 080 191 276
Active measures (1-5) 1.07 139 121 049 076 080 148 029 107 050 056 091
Passive measures (6-7) 2.71 4.72 1.53 0.73 2.77 1.88 2.83 0.78 2.20 029 135 1.85

1) Figures for Belgium, France and the Netherlands are for 1990. No figures on active labour market policy are available for Italy.
2) Figures for Germany cover east and west Germany. Figures for the UK do not include spending in Northern Ireland EUR11 covers all the member states with the exception of Italy.

Notes to individual programme categories:

1 Includes placement, counselling and vocational guidance, job-search courses and support for labour mobility, as well as the
administrative costs of unemployment compensation and of active labour market policy.

2.and 4.  Special programmes for youth and the disabled are not included. See programme categories 3 and 5.

6. Includes unemployment insurance and assistance payments, short-time work compensation, publicly funded redundancy payments,
wage-compensation benefits in case of bankruptcy, and special support for various groups such as bad-weather allowance for
construction workers.

7. Disability pensions are not included.

For a more precise definition of the programme categories, see OECD, Employment Outlook 1992, Paris 1992, pp. 89-90, and OECD, Labour Market
Policies for the 1990s, Paris 1990, pp. 50-51, 93-128.

Sources: — OECD, Employment Outlook 1992, Paris 1992, pp. 89-102;
- EUROSTAT (Statistical Office of the European Communities), European System of Integrated Social Protection Statistics (ESSPROS),
Luxembourg (data on unemployment compensation only);
- Calculations by the MISEP secretariat (EUR11 data).






